Workplace Spirituality is understood as the sense of community in the group, alignment with organizational values, sense of usefulness to the community, happiness in work, and the opportunities for inner life. Organizations that encourage Workplace Spirituality achieve higher revenues and increase employee commitment, reducing absenteeism and depression. We believe that Workplace Spirituality can play a significant role in the relationship between Emotional intelligence and Psychological Capital. AIM: To analyze the moderator or mediator role of Workplace Spirituality in the relationship between Emotional Intelligence and Psychological Capital. METHODS: A quantitative survey was made with a sample of 301 workers who answered the Emotional Intelligence Scale, PsyCap Questionnaire, and Workplace Spirituality Questionnaire. Reliability and validity analysis ensured a trusted use of these measures. RESULTS: We found a significant relationship between Emotional Intelligence and Workplace Spirituality (r=.358) and between Emotional Intelligence with Psychological Capital (r=.599). Together, the five dimensions of Workplace Spirituality had a predictive capacity of 33% of the Psychological Capital. The relationship between Emotional Intelligence and Psychological Capital was slightly moderated by Workplace Spirituality (p=.024). Furthermore, Workplace Spirituality was a partial mediator on the relationship between Emotional Intelligence and Psychological Capital (direct effect of β=.55, indirect effect of β=.17, p<.05). CONCLUSION: Workplace Spirituality, Emotional Intelligence, and Psychological Capital are positively correlated. Workplace Spirituality affects the relationship between Emotional Intelligence and Psychological Capital, acting as a moderator variable (small effect size). Workplace Spirituality is a partial mediator on the relationship between Emotional Intelligence and Psychological Capital.
RESUMO "'Inteligência emocional e capital psicológico: Qual o papel da espiritualidade organizacional?"
CONTEXTO: A Espiritualidade Organizacional é entendida como o sentido de comunidade na equipa, alinhamento com os valores da organização, sentido de prés-timo à comunidade, alegria no trabalho e oportunidades para a vida interior. Organizações que incentivam a espiritualidade organizacional alcançam maiores receitas e aumentam o comprometimento dos colaboradores, reduzindo o absenteísmo e a depressão. Acreditamos que a Espiritualidade Organizacional pode desempenhar um papel relevante na relação entre Inteligência Emocional e Capital Psicológico. Ashmos & Duchon, 2000; Duchon & Plowman, 2005; Krishnakumar & Neck, 2002; Poole, 2009 ). Workplace spirituality is not associated with religion, religious beliefs or conversion. It concerns the employee's understanding of oneself as a spiritual being who needs nutrition for the soul from work, "experiencing a sense of purpose and meaning in the work beyond of meaning found" (Ashmos & Duchon, 2000, p.135) . It is understood as the sense of community in the group, alignment with organizational values, sense of usefulness to the community, happiness in work, and the opportunities for inner life. It is related to the search for connection with coworkers and other stakeholders and to the alignment of values and fundamental beliefs of and for the organization (Milliman, Czaplewski, & Fergusson 2003; Vilaça, Mónico, & Castro, 2012) . Several studies have pointed out that organizations that encourage workplace spirituality achieve higher revenues, increased productivity and employee commitment, reducing absenteeism and depression (Krishnakumar & Neck, 2002; Poole, 2009) . At the beginning of this century, Luthans Luthans, Youssef, & Avolio, 2007) suggested that the focus of attention in the field of organizational behavior should center on the Positive Organizational Behavior (POB), through study and application of skills in the psychological and human resources, positively oriented, which could be measured, developed and managed so as to enhance the performance of employees in organizations. Hope, resilience, self-efficacy/confidence, and optimism were presented as POB states, considering that they represent a higher order setting in employees, named as Positive Psychological Capital, understood as the set of positive personality characteristics employed in the workplace . Employee´s hope, optimism, and resilience are associated with individuals' attitudes and performance at work . Rego, Souto, and Cunha (2007) have associated POB with workplace spirituality, stating that there are many publications both on positive organizational behavior and workplace spirituality, but only a few studies linking the two constructs.
OBJETIVO(S)
They consider workplace spirituality as a thread of organizational behavior and of positive psychology. Organizations with well-developed spirituality have employees more committed to the organization and to the achievement of self-development and self-knowledge. Other studies have examined that some organizational employees deal more effectively with their emotions than others, benefiting their cognitive processes. This leads to the emergence of Emotional Intelligence concept, defined as a set of skills that individuals have to resort to sophisticated systems, for processing information about their and others emotions, as well as the ability to employ this information as guiding their cognitions and behaviors (Mayer, Salovey, & Caruso, 2008) . The concept of Emotional Intelligence has spread quickly in the organizational context, becoming popular as a desirable characteristic and a widespread success predictor. This idea came from Goleman (1995) , who disseminated that Emotional Intelligence would be the most important capability to explain the success at work, leading companies to invest in training and changing their selection practices. People with high Emotional Intelligence would present an effective performance at work, assuming the existence of the construct and its utility, without, however, relying on this one empirical data (Cobero, Primi, & Muniz, 2006; Sousa, Mónico & Castro, 2012) . There are few studies relating Emotional Intelligence with Psychological Capital. Analyzing this relationship in an organizational scope will be important to understand how the organizations' performance can be increasingly developed. Scrutinizing the role of Workplace Spirituality on this relationship is a new and important subject, which may indicate how increased Workplace Spirituality can strengthen the relationship between Emotional Intelligence and Psychological Capital. More specifically, we intend to examine the moderator and/or mediator role of Workplace Spirituality in the relationship between Emotional Intelligence and Psychological Capital.
METHOD

Sample
The sample is composed by 132 males (43.7%) and 169 females (56%) of ages between 18 and 67 years old (M= 40.11, SD=10.78; for males: M = 40.28, SD = 12.11; for females: M = 39.97,SD = 9.66). Concerning education level, 29.9% (n=90) have basic education, 34.6% (n=104) have secondary education, and 35.5% (n=107) have higher education.
More than 50% are employees on behalf of others and nearly a third of the sample perform leadership roles (see Table 1 ). We have applied a 6-point Likert scale (1 = strongly untrue to 6 = strongly true) adapted from Ashmos and Duchon (2000) and Milliman et al. (2003) for Portuguese population by Rego et al. (2007) . 
PsyCap questionnaire.
We have adopted the PsyCap Questionnaire, a 6-point Likert scale (1 = strongly disagree to 6 = strongly agree) from Vilaça et al. (2012) . PsyCap Questionnaire is widely used in positive psychology research and also in organization studies (Luthans et al. 2008 ).
It comprises 24 items (α = .919), six for each of the four dimensions: Hope is based on the goal-directed determination/willpower and the way to achieve goals (α = .824); Optimism is the characteristic of those who perceive positive events as internal, stable and global, and negative events as external, unstable and specific (α = .690); Self-efficacy is the confidence that an individual has in his ability to direct their cognitive resources, motivation and action to perform a given intervention in a specific context (α = .891); and Resilience is the people's ability to rebound and succeed from adversity or failure (α = .773). Despite the low reliability of the Optimism dimension, confirmatory factor analysis showed an acceptable fit for the tetra-dimensional model (CFI = .876; NFI = .819; RMSEA = .075).
Emotional Intelligence Scale.
Initially composed by 96 items, the Emotional Intelligence Scale was reduced to 17 items with a 7-point Likert scale (1 = the statement absolutely does not apply to me to 7 = the statement applies completely to me) by Rego et al. (2007) , grouped into six dimensions: Understanding one's emotions (3 items; α = .753), Self-control against criticism (3 items; α = .815), Self-encouragement (use of emotions; 3 items; α = .782), Emotional self-control (regulation of emotions; 3 items; α = 771), Empathy and emotional contagion (2 items; α = .817), and Understanding other people's emotions (3 items; α = .791).
Confirmatory factor analysis of Rego et al. (2007) model showed a good fit (CFI = .925; NFI = .881; RMSEA = .068).
Procedures and Data Analysis
All care was taken to ensure participants' anonymity and to ensure the confidentiality of the data, so that the answers were not skewed. All formal and ethical situations were taken into account. A group of master students received training in collecting the sample following rigorous procedures. This was done in order to acquire a greater number of participants in a short time. This is a non-experimental and transversal study. The data was processed in SPSS and AMOS 22.0. The existence of outliers was measured by the square distance of Mahalanobis, and the normality of the variables was evaluated by the coefficients of asymmetry (Sk) and kurtosis (Ku) uni-and multivariate. None of the variables presented Sk or Ku values that could indicate violations of normal distribution, |Sk| < 3 and |Ku| < 8. Multiple regression analyses pointed that, altogether, the five dimensions of Workplace Spirituality had a predictive capacity of 33% (R2) of the Psychological Capital, being Sense of usefulness to the community (β = .330) and Happiness at work (β = .268) the significant predictors (p < .001). On the other hand, Emotional Intelligence predicts 16.8% of the Workplace Spirituality (being Self-encouragement the only significant predictor, β = .230 , p = .001) and 44.7% of the Psychological Capital (being Self-encouragement β = .398, Emotional self-control β = .269, and Understanding other people's emotions β = .197 the significant predictors, p < .001).
The relationship between Emotional Intelligence and Psychological Capital was moderated by Workplace Spirituality, (β = -.100, p = .024), however with a very low effect size (ΔR2 = .01). Going to the mediation model, we analyzed the indirect effect of Workplace Spirituality in the relationship between Emotional Intelligence and Psychological Capital (see Figure 1) . Workplace Spirituality was shown to be a partial mediator on this relationship (direct effect of β=.55, indirect effect of β=.17, p <.05). 
DISCUSSION
This study aimed to analyze the role of Workplace Spirituality in the relationship between Emotional Intelligence and Psychological Capital. The association between these three constructs was not found in the literature. Despite of that, there is enough research that shows the positive influence of Emotional Intelligence in satisfaction (Franca & Mónico, 2014) , self-esteem (Mónico, Santos, & Lima, 2014) , and in individual and group performance, and also the negative impact on stress (Lucas & Mónico, 2013) and turnover intention (e.g., Cobero et al., 2006) . We found that self-encouragement promotes an increase in the perception of Workplace Spirituality. Furthermore, the ability to selfmotivate using our own feelings (self-encouragement) and to control these feelings in emotional situations (emotional self-control) promotes employees Psychological Capital. This result is in line with the literature that associates Psychological Capital with emotional intelligence (Nellão & Mónico, 2013) , and also wirh performance, work attitude, leadership, satisfaction, and creativity (Luthans et al., 2006; Toor & Ofori, 2010) . Several studies found a positive relationship between Workplace Spirituality and organizational climate, productivity, commitment, performance, and intuitive and creative potential of employees to promote honesty and trust among organizational members, and also between them and the other stakeholders (Krishnakumar & Neck, 2002; Rego et al., 2007) . In a recent work it was found that Workplace Spirituality is able to influence the Psychological Capital of workers (Pedreira & Mónico, 2013) ;
we strengthened that this relationship occurs if the employees feel happy and useful in their work and that Workplace Spirituality strengths the relationship between Emotional Intelligence and Psychological Capital. Indeed, Workplace Spirituality can be considered as a framework of organizational values evidenced in the culture, which promotes employee's experience of transcendence through the work process (Giacalone & Jurkiewicz, 2003) . With this transcendental experience each employee can be involved with the organization beyond required work, facilitating their sense of connection with others in a way that promotes the feeling of fullness and happiness.
CONCLUSION
Workplace Spirituality, Emotional Intelligence, and Psychological Capital are positively correlated. Workplace Spirituality affects the relationship between Emotional Intelligence and Psychological Capital, acting as a moderator variable, although with a small effect size. Furthermore, Workplace Spirituality showed to be a partial mediator on the relationship between Emotional Intelligence and Psychological Capital.
IMPLICATIONS FOR CLINICAL PRACTICE
In clinical practice, the research on emotional intelligence, psychological capital and Workplace Spirituality is scarce and still at the developmental stage. Considering the implications, questions related to the improvement of emotional intelligence and psychological capital in healthcare professionals should be considered. This development can highlight healthcare professionals' psychological empowerment, a set of psychological states which are necessary for professionals feel that they have control over their work. Good workplace spirituality can enhance structural empowerment. This perspective of empowerment focuses on social and structural conditions that allow empowerment at the workplace. It only exists if the healthcare professionals have access to opportunities, information, support and resources, being the workplace spirituality a good promoter, influencing healthcare provision, work requirements, job satisfaction, and the continuity of healthcare professionals in their clinical practice. 
